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The lay of the land ….



Age Distribution of All State Executive Branch
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Age Distribution of All State Confidentials (03)
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Age Distribution of All State Managers (02)
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All Executive Branch Retirement Eligibility by Group
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Age Distribution of All DMR Employees
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Age Distribution of All DMR Managers
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Age Distribution of DMR Top Management (MP67 & Higher)
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DMR Retirement Eligibility by Group
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Over 50 Club
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DMR Retirement Eligibility for Top Management (MP67+)
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Workforce Planning High View

1. Analysis--determine profile of 
current workforce
– Profile the Current Workforce

– Profile the Future Workforce

– Tools:

• Agency Roster & Position Summary

• Current Staff, Workforce Projections

• Future Staff, Workforce Projections



Workforce Planning High View

2. Planning—Determine actions required 

to transform current workforce into 

required future workforce
– Plan the Transformation of the Current to Future

– Tools:

• HR Benchmarks

• Exit Interview Results

• Sample Workforce Planning Approaches/Steps



Workforce Planning High View

3. Implementation—execute plan
– Tools

• Career Counseling

• Cost Reduction Techniques

• Key Performance Measures

• Leadership Development

• Organizational Analysis & Design

• Organizational Assessment

• Succession Planning



Workforce Planning High View

4. Monitoring—Assess success of 

plan
– Revise the Workforce Plan as Needed

• Lessons Learned Technique





RAND National Defense 

Research Institute

1.What critical workforce 

characteristics will the organization 

need in the future to accomplish its 

strategic intent, and what is the 

desired distribution of those 

characteristics?



RAND National Defense 

Research Institute

2.What is the distribution of today’s 

workforce—of the workforce 

characteristics needed in the 

future?



RAND National Defense 

Research Institute

3.If the organization maintains 

current policies and programs, 

what distribution of the 

characteristics will the future 

workforce possess?



RAND National Defense 

Research Institute

4.What changes to human resource 

management policies and practices, 

resource decisions, and other actions 

will eliminate or alleviate gaps 

(overages and shortages) between the 

future desired distribution and the 

projected future inventory?





Succession Planning



Succession Risks to Be Managed

•Vacancy Risk

•Readiness Risk

•Transition Risk

•Portfolio Risk


